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Waterloo, Anthony - EXECSEC

From: Michael Baxter [baxter@businessgrouphealth.org] 5‘/7‘53&"5)
Sent: Menday, Decamber 7, 2008 10:51 AM
To: ‘Randy_devalk@reid.senate gov'; 'scott_raab@mcconnell.senata.gov'; ‘wendell primus@mail. house.gov',

‘smily.porter@mail.house.gov'; 'Liz_Fowler@finance-dem.senate.gov'; ‘Jenelle_krishnamoorthy@help.senate.gov';
‘Jeremy_sharp@help.senate.gov'; 'ndepare@who.eop.gov'; 'Timothy.Geithner@do.treas gov';
'Kathleen.Sebelius@hhs.gov'; Executive Secretariat; 'stuart.ishimaru@esoc.gov'; Tkocher@who.eop.gov';

‘semanuel@who.eop.gov'

Ce: Steve Wejcik; Helen Darling; LuAnn Heinen; Dannielle Sherrets; Joneyse Gatling

Subject: Letter from The National Business Group on Health RE: Employer Results with Employee Interventions and Preventive
Care/Wellness

Attachments: 120709 Letter to Congressional Leaders and White HouseA pdf, Best Empl_Award 09_public_.pdf; Addressing
Obesity in the Workplace-The Role of Employers-Heinen and Darling. pdf

Greetings:

Attached, plcasc find a letter from The National Business Group on Health applauding your efforts to provide additional
{lexibility and incentives in the congressional health carc proposals to facilitate the offering of and participation in corporate
wellness programs. To assist you in these efforts, we are providing a few of the many results achieved by our nation’s
employers under the current parameters of the Health Tnsurance Portability and Accountability Act (HIPAA) and because of
the flexibility for innovation that the Employee Retircment Income Security Act (ERISA) affords employer-sponsored health
plans. We are also including specilic recommendations where federal leadership can help employers do more to expand
employee wellness programs and encourage employees (and, where possible, dependents) to participate.

We are also attaching two documents detailing other the current successful efforts of employers to improve employees’
wellness and the role of employers in addressing obesity in the workplace.

1} A compilation of wellness programs offered by the 63 Best Emplovers for Healthy Lifestyles 2009 award winners;
and

2) A recent article published in the journal Milbank Quarterly by LuAnn Heinen, Vice President and Helen Darling,
President, National Business Group on Health, on “Addressing Obesity in the Workplace: The Raole of Employers,™

Thank you for reviewing our recommendations and comments. Please contact Steven Wojcik, the Naticnal Business Group on
Health’s Vice President of Public Policy, at (202) 585-1812, if you would like to discuss our comments in tmore. detail.
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The Honorable Harry Reid The Honorable Nancy Pelosi

Majority Leader Speaker

U.S. Senate U.S. House of Representatives

5-221 Capitol Building H-232 Capitol Building

Washington, DC 20510 Washington, DC 20515

The Honorable Mitch McConnell The Honorable John Boehner

Minority Leader Minority Leader

U.S. Senate U.S. House of Representatives

S-23( Capitol Building H-204 Capitol Building

Washington, DC 20510 Washington, DC 20515

Dear Majority Leader Reid, Minarity Leader McConncll; Speaker Pelosi, and Minority
Leader Boehner:

The National Busincss Group on Health applauds your efforts to provide additional
flexibility and incentives in the congressional health care proposals to facilitate the
offering of and participation in corporate wellness programs. To assist you in these
efforts, we are providing a few of the many results achieved by our nation’s employers
under the current parameters of the Health Insurance Portability and Accountability Act
(HIPAA) and because of the flexibility for innovation that the Employee Retirement
Income Security Act (ERISA) affords employer-sponsored health plans. We are also
including specific recommendations where tederal lcadership can help employers do
more to expand employec wellness programs and encourage employees (and, where
possible, dependents) to participate.

As you know, HIPAA protects confidentiality and personal information as do statc laws
and professional ethics. Employers only use aggregate information, not individual level
information, to provide employee interventions and preventive care opportunities to
maintain health and reduce or prevent disease and chronic conditions.

Unhealthy lifestvles are the most important “modifiable™ risk factors that harm people’s
health and increase health costs.

s A recent survey of more than 450 large employers (National Business (Giroup on
Health and Watson Wyatt 2008) identified “employees’ poor health habits” as the
number one challenge employers face as they try to help their employees and
family members enjoy improved health and maintain affordable benefit coverage.
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To support and help engage employees to improve their heaith and reduce
modifiable risk factors, many employers are implementing a variety of health and
wellness programs.

Offering wellness programs and education to employees is helpful, but typically
participation levels have been very low.

Participation is critical to obtaining health improvement results and demonstrating
return-on-investment (ROT), which is essential for sustainability.

Incorporating various types of incentives -- according to what best suits the
company culture, employee population and budget — greatly increases employee
awareness of and participation in wellness initiatives.

Incentives are useful tools for achieving wellness program results and maintaining
momentum — these programs must be sustained over many years to change habits,
cnvironment, behavior and culture.

Large Emplovers Active In Wellness, Showing Results

Each year the National Business Group on Health recognizes companies for their
commitment to support their emplovees by being “Best Employers for Healthy
Lifestyles.” This program is aimed at ensuring that employers identify and utilize
all levers within their control or sphere of influence, such as foods served in the
caleteria or in vending machines, to support and encourage healthy choices. In
2009, 63 large employers representing the full spectrum of the U.S. economy
were recognized for their efforts. These employers are investing in innovative
programs to support employee health and wellness and achicving unprecedented
results.

IBM (Raleigh, NC) pioneered the concept of healthy living rebates for its
cmployces in 2004, The offerings are updated each year and in 2010 US
employees can choose among 5 cash incentives ($150 each) for a maximum of
$300 per vear. Over 100,000 employees have enrolled in IBM’s physical activity
rebate in a single year. Of the employees enrolled in the smoke-free program,
nearly 25% quit smoking and 80% of those were smoke-free onc year later,
IBM’s programs have reached hundreds of thousands of employces over the
years, and now target families; the child health rebate launched in 2009 educates
parents and caregivers about healthy lifestyles to prevent obesity in youth, IBM
estimates that the $80M a year it spends on US wellness programs yields a $191M
return to the bottom line,

Hannaford Bros. (Portland, ME) is nationally recognized for developing the
Guiding Star program to identify the most nutritious and healthful products for its
customers. The company has shown similar efforls for its own employee-base.



NATIONAL BUSINESS GROUP ON HEALTH

The grocery chain gives $500 per employee ($1000 per family) as a healthy
behavior credit each year. Participation levels are high, as the level of incentive
motivates their participation in health risk assessments and follow-on coaching
and disease management programs. Results as of latc 2008 showed medical spend
had trended down for three consecutive years since the incentive program was put
in place. 1lannaford is nationally recognized for developing the Guide Star
program to identify the most nutritious and healthful products for its customers.

» Baptist Health South Florida (Coral Gables, FL} Wellness Advantage Program
strives to make healthy behaviors convenient and easy for their employees by
offering no-cost fitness centers available 24/7, free disease management
programs, and healthy tood itcms at low-cost in the cafeteria. Utilizing wellness
coaches and registered nurses, the company also offers a health assessment and
personal health counseling to employees for free for one year. The variety and
consistency of activities have resulted in nearly 100 percent employee
participation, improved health and a return on the investment. In just one year,
fitness center utilization increased by 19% and employees lost a total of 3,053
pounds; high cholesterol decreased from 50% to 32% and high bleod glucose
decreased from 12% to 4%. In a subsample of 500 employees who had received
one-one-one counseling for three straight years, medical claims costs dropped
30% in the third year, saving the company $1 million.

Pablic Policy Recommendations to Support Wellness Activities

Currently the tax code treats expenses for medical care and treatment of discasc favorably
but does not do s for expenscs to maintain health and prevent disease. However, the
federal government can help by:

Supporting provisions to expand permissible wellness incentives under HIPAA to
30% of premiums and providing tax credils (o employers for wellness programs
(including nutrition and weight management programs).

Removing tax barriers, particularly for employees, to allow more widespread
adoption of wellness programs by employers and greater participation by employees
to lead to a healthier America:

Cxpanding the IRS definition of “qualified medical expenses™ under Section 213(d)
to include “expenses primarily to maintain health and wellness, including but not
limited to expenses for exercise, fitness, weight management and nutritional
counseling;”

Extending the current tax deduction for the fees, dues, or membership expenses paid
by employers for their employees at on-site athletic facilities to the fees, dues, or
membership expenses at off-site athletic facilities; and
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We are also attaching two documents detailing other the current successful ctforts of
employers 10 improve employees’ wellness and the role of emplovers in addressing
obesity in the workplacc.

1) A compilation of wellness programs offered by the 63 Best Emplayers for Healthy
Lifestyles 20009 award winners; and

2) A recent arlicle published in the journal Milbank Quarterly by LuAnn tleinen,
Vice President and Helen Darling, President, National Business Group on Health,
on “Addressing Obesity in the Workplace: The Role of Employers.”

Thank vou for reviewing our recommendations and comments. We look forward to
continuing to assist you in your cfforts to increase the amount of wellness programs to
benefit employers and employees alike. Pleasc cantact me or Steven Wojeik, the
National Business Group on Health’s Vice President of Public Policy, at (202) 585-1812,
if you would like to discuss our comments in more detail.

Sincerely,

j: ga Cx b.tg}v
Helen Darling
President

cc:

The Honarable Max Baucus, Chair, Senate Committee on Finance

The Honorable Tom Harkin, Chair, Senate Committee on Health, Education, Labor and
Pensions (HELP)

The Honorable Chris Dodd, Senate Committee on Health, Education, Labor and Pensions
(HELP)

Nancy-Ann DeParle, Counselor to the President and Director, White House Office of
Hcalth Care Reform

The Honorable Timothy Geithner, Secretary, U.S. Department of Treasury

The Tlonorable Kathleen Sebelius, Secretary, U.S. Department of Health and Human
Services

The Honorable Hilda Solis, Secretary, U.S. Department of Labor

Stuart J. Ishimaru, Acting Chairman, U.S. Equal Employment Opportunity Commission
Raobert Kocher, ML, Special Assistant to the President, National Economic Council, The
White House

Ezekiel Emanuel, MD, Special Advisor for Health Policy, Office of the Dircctor, Office
of Management and Budget
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Fostering Excellence through
Competition

The National Business Group on Health believes that the best ideas emerge in a
compertitive environment. Programs that produce measurable and long-term changes in
employee behavior provide both an example and a challenge o other Business Group
members. 1t 1s essential that we celebrate these achievements and allow them to Inspirc us,
especially now when Americans are in a state of declining health for the first time in
history, and two-thirds are overweight or obese.

In this spirit, the Best Imployers for Fealthy Lifestyles awards program, now in its fifth year,
rewards those organizations that have found creative solutions to advancing the well-being
of employees. The awards serve as a means of sharing successtul interventions, programs
and services, and illustrate best practices that can be emulared by other members.

Each year, case studies featuring Plarinum awardecs arc pnstcd on the website. Best
Emp@'ers‘ oy Hezzfﬁ’?y Lz'ﬁs{yﬁ'es Winners gain high visihi]ity, are invited w spt:ak about their
programs at summits and webinars, and are featured frequently in newspapers and HR
publications that address health improvement initiatives.

Best Ernployers {or Heallhy Lifestyles Awards 2009




About the Institute

In the six yearts since its Founding, the Enstitute on the Costs and Health Effects nf()bcsity
has had a significant impact on employer members of the National Business Group on
Health and beyond. The Institute has brought many new tools and resources to its
corporate and strategic partner Board organizations, and continues to provide business
solutions and expertise to support healthy weight, healthy lifestyle initiatives to large
employers actoss the country.

The Institute Board meets three times a year to provide direction and focus, ensuring that
Institute activitics result in immediate and uschul ourpur for HR/corporate bencfits. The
Board has hel pcd shapc the Best t}npa{'f{ym ﬁn’ Hmkh_y Lzﬁ-ﬂyﬂef award program which over 5
years has recognized 107 employer programs at the Platinum, Gold and Silver levels.

The Institute plans to expand its focus to target prevention and risk reduction initatives
extending beyond obesity. The Institute will be the national voice for employers on issues
related to workforce wellbeing and provide a forum where members can shate and access
best practices and benchmark programs.

Best Emplovers for Healthy Lifestyles Awards 2009



About the Awards

Applicants may apply lor Platinum, Gold or Silver award levels. A panel of judges reviews
cach application and determines whether the company qualifies for the level it seeks,
qualifies for a higher or lower level, or does not qualify. Although not every company is
eligible for an award as a first-time applicant, over the past five years a number of
companies have improved their programs enough to receive awards in subsequent years,
and several award winners have progressed to higher levels. To apply, please conract
healthyweight@businessgrouphealth.org.

Levels

Platinum: Award reserved for arganizations with marurc "healthy weight, healthy
lifestyles” programs and cultures. Financial and/or non-financial measures of program
pcrfurmancc are defined and results are rcpurtt:d. If RO is u stated metric, the results of
the analysis are required with methods and assumptions explained. Programs have been
fully operational for a minimum of 3—35 years and continue to innovate and improve
based on analysis of their own data and experience. Case studies must accompany
Platinum applications.

Gold: Awarded to organizations that are creating cultural and environmental changes
to support employees who are making a commirment to long-term behavioral change.
Healthy dining and physical activiry are thoroughly addressed. A variery of
communicarion channels, programs and incentives reach employees (and families)
throughout the organization; all Silver requirements have been met.

Silver: Awarded to organizations that have obtained high-level executive supporr;
selected a dedicated steeting committee or team to advance initiatives; undertaken health
risk assessment or claims analyses to caprure population-specific data, and launched
programs or services supporting healthy weighr, healthy lifestyles. Pilot programs are

not eligible.

Hest Tmployers for | lealthy Lifestylas Awards 2009




Platinum Winners

Aetna®
Baptist Health South Florida
Campbell Soup Company
CIGNA
Dell Inc.

FPL Group
Hannaford Supermarkets
IBM
Medtronic
Occidental Petroleum Corporation
PepsiCo Inc.

Pitney Bowes Inc.

Quest Diagnostics
"lexas Instruments Incorporated
Union Pacific

University of Pittsburgh Medical Center (UPMC),
UPMC Health Plan

Volvo Group Companies including Mack Trucks, Inc.



Platinum Program Summaries

Wit P B g tab gl o

Aetna® g A

Aetna's employee wellness program is part of the employee benefits plan and a partner
within the company’s total health management strategy. The program’s goals arc o
promote positive health behaviots for optimal health and productivity, help minimize
Aetna's medical liabilities due to illness and injury, promote appropriate utilization of the
hcalth care system, support a healthy worksite culture, and enhance employee satisfaction
with Actna as an "employer of choice.”

As part of the company’s Wellness Works program, Aema provides worksite wellness
centers and resources, online wellness programs, wellness incentives and health assessments
designed to complement Aetna’s consumer-directed health care model. Actna’s casy-to-use
wellness roadmap helps employees navigate through Aetna’s wide range of wellness
programs and resources—placing the employee on the road to better health.

Aetna demographics, health assessmenr dara and employee health claim data are used to
priotitize program inittatives and set objectives, which complement national health goals
and meet organizational needs.

Baptist Health South Florida [ i Healih

As an organization-wide commitment to improve the health and well-being of its
employees and their families, Baptist Health created Wellness Advantage in 2001, Wellness
Advantage is a comprehensive program offering health-related employee services. Baptist
Health believes wellness is the key to every success it enjoys, whether it's their employees’
ability to care for their patienss, balance their personal and professional lives or meet the
organizations charitable mission. Practicing wellness also means thar Baptist Health can
keep its own health cate costs, including its medical plan premiums and health care service
utilization rate, as low as possible. Wellness Advantages mission is to have the healthiest
workforce in America. It achieves this through free employee dinics and fieness centers,
healthy menus and vending selections, innovative disease management, best-practice
workers' compensation management, safe patient handling, and return-to-work programs.

Campbell Soup Company Eg

Campbell has a comprehensive, integrated approach o promnoting healthy lifesryles
through bencefit design, worksite wellness, and a culture of wellness created in partnership
with key internal stakeholders. 1ts goal is 10 provide its cmployees with programs,
information and toels to help them be informed and engaged health care consumers.
Campbell offers a broad range of services, including: preventive care coverage, nurselines,

Bast Tmployers for Healthy Lifestyles Awards 2009




disease management, health risk appraisal, lifestyle management coaching, traveling health
station, wotksite wellness, smoking cessation, medical decision support, Your Life Kesorrces
(a confidential service managed by Actna that helps employees and their families balance
the demands of work, life and personal issues), and an employee recognition award
rewarding employees who have made and sustained healthy lifestyle choices. Campbell’s
strong facus on wellness demonstrates how the company brings its mission of "Together
we will build the world's most extraordinary food company by nourishing people's lives
everywhere, cvery day'” to life.

i

CIGNA

LR Y

CIGNA's mission of helping the people ir serves improve their health, well-being and
security applies not only to its customers, burt also 1o its 27,000 employees. Guided by s
mission, CIGNA created an internal health and wellness strategy called Healthy Life thar is
designed to improve the health and wellness of its employees, improve their productivity,
and thereby lower medical costs and the costs of absenteeism. Healthy Life is just one part
of CICNAY overarching Total Rewards program that covers a vast portfolio of benefits and
services offered to all of its employees.

Ultimately, the goal of Healthy Life is to help empower employees (o take control of their
health and reach their personal health potential. Through health advocacy programs and
proactive communications, employee and dependent engagement has increased resulting
to lifestyle and related behavioral changes.

pell inc. DAL

Dell supports and encourages healthy litestyles through Welf at Dell, an innovative corporate
wellness program designed to provide its employees and their medically-covered spousc/
domestic partners with the resources necessary to effectively manage their health and become
better health care consumers, Dell launched its wellness initiative in 2004, with the purpose
of implementring high-quality, cost-efficient supplicr partnerships, and best-in-class programs
tailored to address its populations’ top health conditions and risks. Employees and medically-
covered spouses/domestic partners are encouraged to engage in healthy lifestyle choices
through awareness activities, resources, and health improvement prograins. Incentives drive
participation through pay for performance with financial rewards of $330 per participant in
a health rewards account for taking action in the health improvement programs, Welf
Dells integrared US benefits plan, wellness programs, and healrh improvement programs are
an integral part of the coinpany’s culrure and work environment.

Rast Emplayers for Healthy Lifestyles Awards 2009



The FPL Group launched the J/PL-WELL program in 1991 as a health promotion
program. (ver the past 17 years the program has evolved from a health promotion
program to a comprchensive health management program, providing services and
resources to treat an individual. Today, the FPL-WELL health education programs and
services assist employees, rerirees, spouses and covered dependents in making healthy
lifestyle choices.

The FPL-WELL program’s five divisions are: Health Promotion, Fitness Centers, Health
Centers, Nutrition and Weight Management and Employee Assistance Program
(FAP)/Menral Health. Through an integrated approuach, these divisions provide programs
that address education/awareness, behavior change and create a supportive environment.
Health screenings, educational seminars, online health tools, (itness centers, health centers
and cafeterias all support a corporate-wide culture of health.

Hannaford Supermarkets

Hannaford's Flealth and Wellness program includes leadership and associate engagement,
education, and innovative technology. Hannaford creares and promotes an environment
that supports healthy choices, healthy lifestyles and health carc consumetism to its
associates and their families, customers, and communities.

Key program clements include: innovarive health benefits including a healthy hehavior
incentive; company-wide wellness initiatives focused on achieving and maintaining the
healchiest possible lifestyles; nurses, dicticians and health educators available 10 all
associates; employee assistance program; cvidence-based care and disease management
outreach based on integrated care considerations; providers of Distinction and Centers of
Excellence—a tiered petformance network as part of Hannaford’s quality care benefit
design; consumer education; community support and partnership in promoting healthy
living and navigating healthy choices; and active participation in local, state and national
wellness and health care reform efforts. Bringing all these elements together help ro
pioneer new ways to improve health care quality, delivery and healthy lifestyles.

Best Employers fur Healthy Lifestylas Awards 2009
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An cstimated $100 millien net savings in health care costs and lost productiviry s
evidence of the significant business outcomes resulting from IBM's Healthy Living Rebate
programs. Over the last six years these programs have consistently engaged 75% of
employees and increased those ar low health risk by 23%. Building on these successes,
IBM has deployed an updated wellness strategy that has further leveraged technology and
behavior change science to address health improvement in the home environment,

To address childhood obesity, IBM has proactively worked to help families aid children in
the maintenance of healthy weight. Created in 2008, |BM’s Childrens Health Rebate is a
unique action-oriented program that equips parents to engage the entire family in better
food choices and higher levels of physical activity, Participants consistently reported
improvements in family earing habits, physical activity, screen time (or leisure, and
parental role modeling.

Medtronic ".‘f .

Medtronic is dedicated to improving the health and well-being of people worldwide. This
commitment begins with Medtronic’s employees. 7otal Health empowers employees and
their spouses via personal health coaches to take full advantage of Medrronic’s
comprehensive health program offerings and online tools.

The Total Health pragram integrates health components and creates consistency across
locations. Goals are to invest in health rather than the cost of treatment, improve health
through behavior change, increase awarcness and access to appropriate resources, reduce
inappropriate utilization of health care, and limit health care cost increases.

Components include on-site wellness screenings, health risk questionnaire {HRQ),
personal health coaches, lifestyle and disease management programs, nurselines, disability
management and mental health resources. Over the last two years 88% of employees have
completed their annual HRQ and engagement has resulted in an increase of 20% in thosce
with low risk.

Employces who maintain or improve their health have the opportunity to earn $100

toward a Healthy Incentives account. Employees who complere their HRQ annually pay
$50 Jess per month for their health premium.

Best Employers for Healthy Lifcstyles Awards 2609
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Occidental Petroleum wxv Occidental Potroleum Comaration
Corporation

WAL
QOccidental Petroleum Corporation (Oxy) taunched a company-wide, comprehensive

health initiative in 2005 called OxyWellness. This corpurate wellness program was designed
to engage its employees and their spouses in making healthier lifestyle choices.

Key components of OxyWellness include an interactive e-Health platform, targeted
incenrives, health risk assessments, health improvement programs, biometric screenings,
health advising and health coaching, Additionally, Oxy offers site-specific/special-
population programs to drive participation in physical activity and healthy nutrition. Oxy
partners with HealthFitness corporation and its two on-site program managers to deliver
OxyWellness, making staristically significant improvements in the areas of physical
inactivity, nutrition, high blood pressure, tobacco usage and depression.

S

PepsiCo Inc. o G
L L R

PepsiCo's wellness benefit program, HealthRoads, is successfully motivating and enabling
employees and families to lead healthy lives. PepsiCo's continued success is driven by: 1ts
comprehensive approach (there's something for everyone, from the individual just starting
the wellness journey to the fully-engaged individual); its focus on weight, nurrition, and
exercise (PepsiCo’s top employee healch risks); its broad array of resources and tools
delivered through multiple channels (online, face-to-face, phone, and print); its senior
management support combined with grassroots implementation to deliver relevant local
programming; its strong incentives integrated with effective medical design, which drives
healthy behaviors; and its ongoing, multi-faceted communication campaign.

HealthRaads is addressing health care costs for PepsiCo and its employees, as well as
contriburing to health improvements. The program has demonstrated a retutn on
investment of $3.45 to $5.09:1, depending on whether incentives are included.
Additionally, HealthRoads has pnsitivc]y impacted the health of more than 31,000
employees and family members.

i
Pithey Bowes Inc. ““M"

Pitney Bowes believes thar the value of an organization lies in a healthy, engaged and
producti\fe workforce, In designing its health care programs, the company uses a variety
of program and educational formats and incentives to appeal 10 its diverse workforce.

Health Care University is Pitney Bowes' branded health improvement program, The

program includes a variety of health and wellness initiatives such as reducing the
percentage of employees who are overweight or obese, decreasing the percentage of

Best Employers for Healthy Lifes yles Awards 2009




sedentary etuployees, and reducing the percentage of tobacco users, After yielding positive
results with one of its one-on-one weight management programs, Pitncy Bowes launched
a national weight management program, which is now in its second year and has grown
to 900 participants in the first quarter of 2009.

H f’“%é?‘? B
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Quest Diagnostics

Now in its fifth year, the HealthyQuest initiative reflects Quest Diagnostics’ ongoing
wommitment to improving the health of its employees. The program specifically focuses
on improving employee awareness of personal health risk facrors and suggested steps to
mitigate those risks.

HealthyQuest health promotion teams (employee volunteers) focus on meeting specific
goals, such as achieve high levels of participation in the company’s health risk assessment;
support ar initiare efforts to improve physical fitness, weight, and stress management;
improve all on-site food offerings; reduce health disparities; and raise employee
compliance with regular cancer screening such as annual screening with the Jucure@
FIT™ golorectal cancer screening rese.

TEXAS
INSTRUMENTS

Texas Instruments Incorporated has a long history of encouraging employees and their
dependents to embrace a healthy lifestyle. Histarically, TT has provided a full spectrum of
personal health management inirjatives. These efforts, currenty branded Live Healthy, started
in the 1960s with on-site fitness centers and recreational leagues thar have since migrated to
an integrated health management strategy. The Live Healthy program is focused on
improvement in health status, reduction of illness and injury, and appropriate utilization of
health care resources resulting in improved health and productivity and decreased health-
related costs. The integrated health management approach incorporates collaboration
between mulddisciplinary efforts of health promotion, health benefits, work/life scrategies,
ergonomics, occupational health and disability management, environmental safety and
health, and vendor partners.

Texas Instruments Incorporated

Union Pacific ]
BHLLING SHEMEH

Union Pacific's health promotion program, HealthTrack, is a comprehensive program that

seeks ro improve the health of Union Pacific’s employees. The program addresses the

following health risk factors; inactiviry, weight, nutrition, smoking, cholesterol, blood

pressuse, asthma, diabetes, fatigue, stress and depression.

Health Track includes z health risk identification tool, lifestyle management programs (risk
reduction programs}, a tobacco cessation program, health education programs, system
health facilities (excrcise facilities throughout the country) and research grants.

Best Ermployers for Healthy Lifestyles Awards 2009



University of Pittsburgh LE.IM-IC
Medical Center (UPMC), CPMC

Pl P
UPMC Health Plan

UPMC is committed to maximizing its employcees” health, producrivity, and quality of
living, That commitment comes to life through MyHealth—an innovative parmership
involving UPMC leadership and health care providers, UPMC Health Plan/UPMC Work
Parmers wellness programs, and 46,000 UPMC employees.

Fach year, within the context of 2 web-based campaign called “Take a Healthy Step,”
employees complete a ser of MyHealth requirements in order to receive a deductible credit
on their group health insurance. For 2009 the requirements included completing a health
risk assessment, participating in a biometric screening within the past five vears, and
engaging in one or more additional healthy steps such as health coaching programs,
on-site exercise classes, and the annual Weight Race event.

Each year more than 90% of eligible employees receive their deductible credit and
complete a wtal of tens of thousands of healthy steps to improve their health—and their
employer’s health cost trend. Since 2006 UPMC has seen, for example, 2 16% decrease in
low back pain prevalence, a 17% decrease in obesity prevalence, and a 23% decrease in
the prevalence of tobacco use.

Volvo Group Companies
including Mack Trucks, Inc.

The Health for Life program is a comprehensive employee health management program
designed for bargaining and non-bargaining employees at Volvo Group Companies in
North America, including Mack Trucks, Inc. Approximately 7,200 employees are eligible
to participate in this program, which is administered by a Lliird-party vendor.

The program is led by a program management team (on-site program manager,
coordinators and specialists). In addition, the program offers health risk assessments,
biometric health screenings, incentive models, focused behavioral change programs,
lifestyle intervention and discase management programs, national wellness campaigns,
personal online health websites, and on-site frtness centers.

To ensure program effectiveness, participation, engagement, satisfaction, and health risk
reducrion, outcomes daa are collected and analyzed monthly and annually. The Fleaith for
Life program has been well-received by employees and has produced positive outcomes in

risk reduction and RO
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Gold Winners

American Specialty Health Incorporated
AstraZeneca
Blue Cross and Blue Shield of Alabama
Boehringer Ingelheim Pharmaceuticals, Inc.
Chrysler Group LLC
Cummins Inc.
CVS Caremark
General Dynamics Electric Boat
General Mills
Healthways
Humana
Intel Corporation
JPMorgan Chase
Mayo Clinic
Paychex, Inc.
Pfizer Inc.

Raytheon Company
Saint-Gobain Corporation
Sprint
The Boeing Company
Unum
Verizon Communications
Visant Corporation
Wal-Mart Stores Inc.
WellPoint, Inc.



Gold Program Summaries

American Specialty
Health Incorporated

American Specialty Health gives its employees access to the same healthy-living programs
it provides to its health plan and employer groups clients.

The health improvement programs provided to clients by ASH's wellness subsidiary,
Healthyroads, arc available vo ASH emplayees. While the main component of the
Prugr'&_ﬂl iy tclc[_]h{)nﬁ'bﬂﬁﬁd llt:‘d.lth CUaClliIlg, Hcﬂlth}(ruads :11.‘.'() creates 'Jrld. pl’()muﬂ:.\i a
variety of health promotions and initiatives that ASH employees can participate in 1o
improve their nutrition, physical activity, stress levels, and overall healthy living,
Addirionally, fun health challenges, worksite initiatives, and health improvement website
tools are also offered to improve an employee’s overall health.

Executive management is heavily involved in wellness initiatives. The companys CEO
promaotcs new wellness initiatives ar quarterly all-staff meetings and on the company-wide
intranet. E:lch yaarn an [—lwal'd 15 pr(:.\i(:nt(:d tiy an Crnpl()ycc Wh() h::lﬁ .‘ih[)wn t]‘](: ITIST
significant health improvement. An employee wellness survey indicated that neatly 94% of
employees agree or strongly agree that there is a strong commitment to wellness at ASH.

'

AstraZeneca AstraZeneca

AstraZeneca is one of the world's leading healthcare and pharmaceurical companies,
concentrating on future treatments for fighting serious and chronic diseases thar are the
leading causes of death and disability. The company focus is on preventing and treating
diseases [ike cancer, diabetes and obesity, infectious diseases, mental health illnesses and
chronic respiratory diseases.

Internally, AstraZeneca offers a wide range of health resources and programs to encourage
employees to have a high level of involvement in their personal health management. Our
employee healtheare straregy integrates the principles of prevention, quality and adherence
into a comprehensive plan designed to keep healthy people well and improve the health
status of those who are not.

AstraZeneca knows thar making a commitment to health and wellness is a very personal
decision. The company asks its employees to rake more personal responsibility for their
lifestyle cholces, while also providing employees with the information and resources
needed to make crucial choices and sustainable changes to lifestyle behaviors.
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Blue Cross and Blue Shield §§;
of Alabama [ELum € psese AH v St 8l

of Ydabuien:
Blue Cross and Blue Shield of Alahama is commirted to the overall heaith of its 4,000
assoctates. The corporate vision is to provide in a caring manner, access to high quahry,
appropriate care delivered by the most effective health care providers. To fulfill this vision,
Blue Cross provides many healthy lifestyle opportunities to its associates.

Through the Beffealihy Wellness program, associates are encouraged to make behavioral
changes in the areas of healthy eating, exercise, stress reduction and healthy living. These
health initatives are communicated to associates through a variety of engaging
communication vehicles that encourage them to take charge of their health.

Program results are very encouraging. Participation levels in the health initatives reached
as high as 85%. Data also shows many associates have made significant changes in their
lifestyle as a result of these initiatives.

Boehringer Ingelheim Boehringer
Pharmaceuticals, Inc. Hi [ngeiheim

To build a healthy and productive workforce, Bochringer Ingelheim Pharmaceuricals, Inc.
has offered comprehensive health services 10 employees and spouses/domestic partners
through the Prescription for Wellness Program since 1990.

The mission of the Prescription for Wellness Program is to provide targeted, innovative,
holistic and wellness selutions that suppert optimal quality of life, health, and
productivity through an integrared team of professionals.

The key components of the program are participation in a health risk assessment and
completion of nutrition, fitmess, general wellness, environmental health & safety, and
work/life balance programs, The company provides on-site occupational health, fitness center,
healthy dining, wellness screenings, walking paths, disease management, nurse hotline, online
wellness programs/workshops, employee assistance program, 100% coverage for preventive
health carc, and a fitness center reimbursement program for remorte employees.

Chrysler Group LLC % CHRYSLER

The Chrysler-UAW National Wellness program is a joint program between Chrysler and the
UAW serving 38,957 11.5. employees. Implemented in 1985, the program is designed to
meet the needs of all bargaining and non-bargaining employces ar ULS. lacations. Chrysler
facilities with over 500 employees have an on-site wellness coordinator who delivers the
program. Smaller sites receive the same programs via a coordinator that is located off-site.
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Employces participate in programs offered in a wide range of formats including health
assessnents (HA), screenings, wotkshops, campaigns, and health coaching. Program topics
are selected based on HA and screening results, disability data, and employec interests.
Benefit-linked credits are used to ncrease participation in the non-bargaining popularion.
The wellness program has a working rclationship with the Medical, Ergonomics, and EAP
departments, resulting in professional, relevant programming, [nnovative programs include
Stressbess and the NutriSlim weight management program.

Cummins Inc.

Cummins’ vision is to make people’s lives better, including the health of its employees by
unleashing the power of Cummins. Through HeafthSpan, Cummins’ multifaceted health
improvement program, the company is committed to creating a culture of health.

Cummins brings programs (o its people ar the worksite by providing on-site health
centers, a health educator, peer health champions, biometric screenings and health
assessments. The company delivers robust health improvement programs including health
coaching, discase management, smoking cessation, weight management and expert
medical opinion scrvices. Cummins’ innovative Total Health Training Camp and online
decision support toals help employees receive high-quality care.

Active engagement is achieved through strategy enablers such as vendor integration,
targeted communication, incentives, program measurement, and senior management
support. This aligns with the company’s broader health care strategy that focuses on
consumerism. Together, these efforts embody Cummins continuous commitment to the
health and productivity of its employees and their families.

| Your Health
CVS Caremark CAREAY L"F’f**’f"*

The purpose of the CVS Caremark Wellness Program is to improve the health behaviors of
its colleagues and their dependents. The program encourages CVS colleagues to be CVS
Healthy and to take ownership of their health through health improvement programs such
as "Healthy & Smokeftee” (smoking cessation), "Healthy Weight” {(nutrition), "I lealthy &
Fit" (physical activity}, "Healthy Mind" (stress management), and "Healthy Outcomes”
{preventive screenings, health assessments, flu shots, and Healthy Baby, ctc.)

CVS Caremark’s strategy in encouraging collcagues to be good health care consumers by
choasing healthier lifestyle options remains the basis for all wellness programming. A
variety of resources such as Care Advocate Teamns of dedicated nurses, decision support
tools, preference sensitive condition support, self-directed DVD programs, quarrerly
wellness newsletter, CVS Health Carc Hub and disease management programs are olfered
ro colleaguies to assist them in making better health care decisions.
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General Dynamics Electric Boat

Gencral Dynamics Integrated Health Management (IHM) program, EB Building Better
Health (EBBBH) was launched in 2004. The program objective is to improve the health of
every employee across all business units. The mission of EBBBH is to facilitate pusitive
behavioral lifestyle changes. Recognizing that individuals require tailored programs based
on individual needs and desires, these individualized programs encourage adoption of
positive lifestyle changes. These programs are based on the philesophy of partnering
internal resources with external agencies and programs to deliver evidence-based medical
preventive messages.

The program is unique in that members of the Flectric Boat IHealth and Wellness team
comprised of medical staff and United Healthcare tepresentatives go o the work site 1o
provide biometric screenings and health counseling. Employee engagement is enhanced
when the access barricr is negated by going to wotkers' departments and wotkstations.
Further, it enhances cmployee engagement and facilirares rhe development of a personal
action health improvement plan. EBBBH programs arc based on employee feedback,
public health policy, evidence-based medicine, and company insurance health trends.

General Mills

For mote than 20 years, General Mills has provided programs and resources to its
employees that encourage them 10 live a healthy lifestyle. The cornerstone of the
company’s wellness programs is a balanced emphasis on physical, mental, and social well-
being. Company goal is: “General Mills wants its employces to lead an active lifestyle,
maintain a healthy weight, and have normal hlood pressure and cholesterol.”

General Mills believes that the key ro keeping such a broad employee base healthy is to
rake a customized approach. Each of the cumpany’s three distiner employee audiences
{corporate headquarters employces, manufacturing employees in plant locations, and sales
employees who work out of regional sales offices or their homes) requires a different
strategy, communication style and methods. From on-site fitness centers and walking
paths, online weight management tools, healthy cocking classes, a 24/7 Well-being
Helpline, dodge ball tournaments, The Pound for Pound Challenge to The Biggest Loser
weight loss challenges, employee health promotions at General Mills are designed to meet
the needs of its varied employee audiences.
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Healthways (b)) HEALTHWAYS

Healthways' Move ta Health program has inspired a culture of wellness and change
throughout the organization by encouraging colleagucs 1o engage in sustainable, healthier
lifestyle choices. Personal empowerment and accountability for healthy behavior chanyges
are at the heart of this program and what Healthways does as a company. To drive
sustained engagement, Healthways focuses on three factors for success: a healthy workplace
culture, purposeful communications and a meaningful plan design including incentives.

Move 10 Health offers something for everyone-—from colleagues who are healthy to those
who are at risk or facing chronic conditions. Programs are available to full-time and part-
time colleagues and their family members. Highlights include: health assesstment and
biometric screenings; frec access to a national fitness cenrer nerwork; fitness, nutrition,
stress management plans; personalized coaching for risk reduction and chronic conditions;
QuitNet® smoking cessation, including nicotine replacement therapy; discounts to
aliernarive practitioners; family wellness plans; online support communities; and
incentives for healthy activities funded in a health reimbursement sccount.

Humana HELIVEANA

B . gl s

Through MOCHA 2008 (Move Options and Choices fur Humana Associates), Humana
focuses on helping its associates choose, finance, and use their health benefits. Humana
provides numercus tools and resources to help its associates understand how lifestyle
choices impacr their well-being and to encourage them to make behavior changes for
better health and lower health care costs.

These resources include on-site fitness centers, healthy on-site food options, scasonal
health campaigns, and Web-based programs in such areas as weight management, tobacco
cessation, and nutririon with access to telephonic health coaches who provide personalized
support to help associates reach their goals.

Humana also partners with health industry leaders, including Weighr Watchers® and
Nutrisystem®, to offer its associates discounted and subsidized health solurions.
Additionally, Sensei® provides Humana associates access to a virtual weight loss coach
through their mobile phones. Through Virgin HealthMiles®, Humana associates can
track their key health information and earn rewards for heing active and improving their
vital measures.
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Intel Corporation | iﬂt@l)

Intel is strongly committed to providing a portfolio of health benelit plans and wellness
programs that help employees evaluate, improve, and maintain their health and the health
of their families. Based on a vision of developing a culture where employees and their
families are healthy, productive, and engaged in living wellness-oriented lifestyles every
day, employees are inspired and motivated to act toward achieving their best possible
health and quality of life. Intel's Health for Life wellness program includes on-site
biometrics, annual health assessments, fitness programs, wellness seminars, flu prevention,
and personalized wellness coaching. In addition, Intel provides employees on-site health
and wellness centers located at major U.S. and international sites, providing employees
access to occupational health services. Intel's comprehensive, ongoing multimedia
campaigns effectively promote health and wellness resources to employees across a variety
of channels and geographies.

JPMorgan Chase JPMORGAN CHASE& O

JPMorgan Chase is committed to building a culture of health within the corporation by
moderating health care costs for its employees, their families and the corporation; and by
improving employee well-being and productivity through lifestyle changes and disease
prevention. These objectives are addressed though Wellness Works, which provides a wide
range of programs and services for employees and their family members.

Key elements of WellnessWarks are: wellness assessments (health risk appraisals); smoking
cessation incentives; biometric screenings; flu shots; weighr management; health and wellness
education through seminars, webinars and podcasts; fitness center discounts; exercise
programs; on-site occupational health nurscs ar major locations; telephone-based wellness
coaching; a medical plan design featuring 100% coverage for preventive services; employee
assistance counseling and services; work/life prograny; and Wellness Works website.

Mayo Clinic W MAYO CLINIC

Mayo Clinic offers employees and dependents a vatiety of resources and incentives to help
them achieve the best quality of life possible. LiveWel], the graphic identiry for Mayo
Clinic’s worksite wellness initiatives, integrates and coordinates existing healthy lifestyle
resoutces so employees can access programs, tools and suppert directly related to their
individual healch situation.
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Wellness activities at Mayo Clinic include on-site resources and programs, including
nutrition education, employee food service, health fairs, employce assistance program
(EAP), a Know Your Numbers campaign, walking programs, the Nicotine Dependence
Center and collaboration with community health and wellness organizations. Web-based
resources and programs include an annual health assessment, lifestyle programs, condition
trackers and reward points incentives, telephonic resources and programs including
lifestyle coaching, disease management and 24/7 nurse line, print publications, including
sclf-carc books and a monthly newsletter. The Dan Abraham Healthy Living Center serves
as the cornerstone for Mayn Clinic Rochester wellness iniriatives.

WYCHEX

Paychex promotes a culture that fosters all the dimensions of good health by applying
behavioral economic theory that integrates outstanding medical coverage and a
comprehensive initiative that supports and rewards employees for making wellness a priority.

Paychex, Inc.

Paychex’s Active Health program consists of an employee assistance program, on-site
hiomerric health sereenings, online health risk assessments, a tobacco cessation program, a
team-based physical activity and nutrition program; comprehensive stress management
programs, including availability of a personal assistant; healthy cooking classes; family
resource kits to help employees caring for young children or seniors; a reimbursement
program ta help offset wellness-related expenses; unlimited access to health coaching; cash
rewards for points eatned by completing wellness and prevention activities; and 100%
medical coverage for preventive medical care.

In its first year, 87% of Paychex’s 12,000+ employees cnmplcrcd the three Active Health

program requirements (HRA, biometric health screen, and whacco-free), and almost all
health risk indicators showed measurable improvement.

Pfizer Inc.

Pfizer has Jong demonstrated its commitment ta employee and dependents’ health by
affering outstanding medical benefits, on-site medical and fitness centers, and 100%
coverage for prescription medications.

To expand this commitment, Pfizer launched Healthy Pfizer in 2003, a health
management and improvement program that empowers employees and their families o
achieve better health, Healthy Pfizer complements Pfizer benefits with a customized
website, outreach programs in disease and lifestyle management, and easy access to
physical fitness, nutrition and stress management prograns.
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Raytheon Company Bawiiwe

Raytheon's Mission:Fealth engagement strategy encompasses the company's medical,
disability, wellness and work/life programs. Through Mission:Health, the company delivers
Raytheon Wellness—a comprehensive health and wellness initiative offered to employees
and their families. Created to encourage employees and their families 1o adopt and
maintain healrhy lifestyles, Raytheon Wellness strives to provide a culrure that supports
employee health through fitness programs; healthy dining and vending choices; health
screenings; preventive health programs and resources. including an online health risk
assessment; online lifestyle improvement programs; activity and weight loss campaigns; a
tobacco cessation program, and additienal program offerings.

HEREREE O - St 8

Saint-Gobain Corporation

Live Wellis Saint-Gobain Corporation’s employee wellness program that encourages
employees to incorporate changes in their diet and exercise rourines, increase their daily
amount of water intake, and stop smoking.

LiveWell ofters various challenges throughout the year that are designed to improve
employee health and fitness. Challenges include: Resolve to LiveWell, a four-week srress
management program that incorporates healthy eating, physical activity, adequate sleep,
and relaxation time. Chug a-Jug, a program to help employees increase their amount of
daily water inrake. Szep-by-Srep, a daily 10-minute physical activity (e.g., walking,
swimming, or bicycling). New Me!, a four-week challenge to encourage making small
changes to daily habits (e.g., consuming fewer sweets). Shape up the Nation, a 10-week
nationwide physical activity, daily steps and healthy weight loss competition. For each
challenge completed, employees can earn four Live Wel! credits. These credits translate into
[lexCHOICE Dollass that can be used to lower the cost of employee henefits during
open enrollment each year. During the year, employees can earn up 10 $250 to defray rhe
cost of their benefits.

sprint  Sprint_

Through a focus on wellness and a culture of caring for the "whole person,” Sprint is
cominitted to providing comprehensive health and wellness programs thar support and
encourage good health and healrhy lifestyles. From national flu shot offerings to extensive
telephonic wellness and disease management programs to online health assessmenrs,
coaching programs and electronic personal health records, Sprint provides resources to
meert the needs of its diverse population and their families. Through cross-promoting with
various partners, Sprint helps build awareness of its array of robust health and wellness
Tesaurces.
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Sprint’s wellness programs allow access w key resources anytime, anywhere, with 24-hour
access to both a nurse {ine for health questions, and an employee assistance program for
stress, family and other needs.

This culrure also encompasses Sprint’s work environment, with healthy menu options in
cafeterias, a pedestrian-friendly headquarters campus and, in major locations, on-site
health clinics and pharmacies, fitness centers.

The Boeing Company g;}h EREFESA

Boeing's newly branded Wel/ Being program evolved from the belief that programs must
work togethet to provide a simple, efficient end-user experience to increase participation
and improve outcomes,

The Well Being program and its ragline "Choose Well, Live Well” encompass an
individual's physical. mental, emotional, and financial health. Employees ate responsible
for making good chaices abour their personal well-being to optimize their productivity
inside and ouwside the workplace. Boeing emplayees have access to programs, tools and
resources that address: physi(,al activity, hcalthy eating, wcighr management, tobacco
cessation, preventive screenings, consumerism, resilience, condition management, stress

and mental health, and financial fitness.

E
W.

As an employee henctits provider, Unum understands the value of an engaged, healthy
and productive workforce, and has commirted 1o this philosephy by making employee
wellness a kt:_y part of its corpordte strategic vision.

Employees and their families are encouraged to utilize the broad range of health-related
resources and services through a healthy workplace campaign. Called “Take Advantage, It
to Your Benefit,” benefits such as on-site health resource centers, fitness facilities,
personalized health coaching and wellness seminars are promoted. and employees are
cducated on Unum’s long-rerm health strategy. Together with a comprehensive health care
plan and a commitment to work-life balance, employccs are offered the tools they need ro
integrate healihy behaviors into their lives, identify and manage health risks, and enhance
their sense of wellbeing.

The result is a strategy that strives to keep Unum's workforce healthy and productive while
managing the company’s healeh care costs.
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Verizon Communications yeys

Verizon values the health and well-being of its employees and their families and is focused
on driving the right behaviors. Verizons health and wellness initiatives have expanded to
shift focus from acute health care to prevention, health improvement and condition
management. Understanding the dircer link between providing healthy living resources
and its impact on health care costs, Verizon's bencfits design and programs provide easy
access to comprehensive programs, which encompass: 100% coverage for preventive
services; exercise, nutrition and weight management; chronic condition management;
tobacco cessation; stress management/reduction; pre and postnatal health education.

Verizan is actively working to address and reduce racial and ethnic health disparities
through their health and wellness iniriatives, Verizon's work culture promotes health
excellence through all ol its health and wellness efforts including access o over 40 on-site
fitness centers (more than any company in America) and food service partnerships to

promote healthy eating habits.

Visant Corporation o

&P

s

s

Visant's Health Matters campaign is the tocal point for promoting health awareness,
improvement, and educated consumerism. Through this venue, health information is
disseminated in an casy-to-understand formar, through newsletters, menthly promortions,
corporate-sponsored health initiatives and challenges, online consumerism tools, incentives
for certain healthy behaviors, and local campaigns that can include fitness comperitions,
weight management programs, and nutritional counseling. Free biometric screenings are
offered to all employees to gauge their overall health status, highlight personal health risks,
and measure the effectiveness of the company’s wellness programs. The Health Matrers
campaign has shown positive results in claims trends, employee health status readings, and
individual employee successes.
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Wal-Mart Stores Inc. W

With the company philosophy of "save mancy, live better,” Wal-Mart knows that it can
make a real difference on the issues that matter most ro its associares, customers and the
company as a whole.

Wal-Mart has multiple health and wellness programs for its associates. Some of its most
popular offerings include an associate-only website; care/disease management programs;
24-hour nurse line (Ask Mayo Clinic); Life with Baby maternity benefit; cell phone
applications 1o track wellness areas; employee assistance program; personal health record
{with Dussia and WebMID).

Results have been very encvuraging with a substantial number of Wal-Marr associates
voluntarily comumitting to a sustainable lifestyle, and many have creared personal health
records. Also, unique accounts for walmartbenefits.com have reached over 800,000 and
thousands use the Living for Life programs; Care/Disease Management, Life with Baky, and
Resources for Living.

- W
WellPoint, Inc. W1 L BNt

WellPoints Cheose Better Health wellness program helps associates take personal
accountability for their health and wellness. WellPoint offers something for everyone with
six key health improvement opportunities: physical activity, weight management,
nutrition, prevention and condition care, tebacco cessation, and well-being, This year,
WellPoint conducted a study which identified working mothers as a significant population
for whom wellness programs could have an impact. In response to the study, the company
introduced the “Do 1 Thing” campaign oftering support for incremental healthy lifestyle
changes. WellPoint expanded its virtual, anytime online programs and marketing strategies
as key components of reaching its more than 40,000 associates. As a result of “Do 1
‘Thing,” WellPoint saw a 43% increase in Weight Watchers overall new enrollment, an
increase of 55% in the Healthy Lifestyles program entollment, and an increase of 5% in
fitness center visits.
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Silver Winners

Accenture
American Express
ARAMARK
Cardinal Health, Inc.
H. J. Heinz Company
Lowe's Companies, Inc.
Meijer
Michelin Notrth America
PRO Sports Club
Qwest Communications
Rockwell Collins
sanofi-aventis U.S.
Target
‘Texas Health Resources
The Children's Hospital of Philadelphia
The Home Depot
Unilever
Watson Wyatt Worldwide
W Wrigley Jr. Company
Xcel Energy



Silver Program Summaries

Accenture ’%

Live Well at Accenture combines worl/life balance resources, wellness solutions and
medical/dental benefits into one portfolio, offering employees a complete suite of health
and wellness initiatives. Through Live Well ar Accenrure, employees can access the tools and
resources (many of which are ried ro incenrtives) that help them be fit, eat healthy, manage
time, finances and stress, and enjoy a balanced life. For example, through the wellness
incentive program, employees can earn money in their Health Reimbursement Account
for preventive care treatment and participation in online heath coaching.

Accenture provides enhanced flexible work arrangements to offer oplions for how and
where employees perform their work, enabling them to achieve balance in their
professional and personal lives. Live Well az Accenture otferings leverage technology and ate
developed to meer the needs of Accentuse’s virtual, dispersed workforce. Employees can
take full advanrage of these offerings whether in a local office, client Jocation or virtual.
Accenture also has a nerwork of wellness champions across office and project sites who
champion and drive wellness and work/life programs and informarion locally.

American Express

American Express believes thar creating a culture of health and wellness is a sound
investment in its employees and its business. To further its commirment to improving
employee health and well-being, American Express provides its employees with healch and
wellness programs such as: convenient aceess to on-site medical clinics for acute care,
preventive screenings, immunizations and business travel consultations. Employces have
also been afforded access to professionally staffed on-site fitness centers, community
discounts, a wellness portal and an online personal health assessment. Ancillary tools have
included free health advocacy and physician referral services, employee assistance and
work-life programs.

Plans for 2009 indlude revamping the company’s wellness brand and communicarions,
expanding clinic services, implementing new fully integrated lifestyle coaching, condition
management and complex care programs, and coordinating additional grassroots employec
wellness committees.
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ARAMARK

ARAMARK's Zake Care program is designed to build a culeure of health and wellness
amaeng cmployces and tw support their efforts to get and stay healthy. Wellness programs
span all aspects of an employee's health, including physical and emotional well-being.
Resources are available 1o assist employees and their family members with the full
spectrum of health states, from preventive care to assistance with chronic illness.

Resources include fitness centers at two of the company’s largest locations; blood pressure
and blood sugar monitoring; health assessments and financial incentives for completion; a
Wellness Pays program that rewards individuals for receiving preventive exams; smoking
cessation program featuring {ree counseling and medication; 24/7 telephone nurseline;
24/7 employee assistance programm; telephonic support for nutrition counseling, obesity,
and fitness; focused outreach for top diagnostic categoties; nurse managers to consult on
chronic illnesses; monthly telephone wellness seminars; and regular communications on
health topics and company resources available through the benefit plans.

e
W

i

Cardinal Health, Inc. A

’ ardinaltiaahy
Cardinal Health's Healthy Lifestyles program is part of the company's broader benefits
strategy to offer its employees access to a diverse mix of personal development and
wellness opportunities.

Some features of the Healthy Liféstyles program include: online health assessment resources
and rools, consumer-driven health care options (including an HRA and HSA plan),
enhanced work-life practiccs and policies, financial savings plans and disease management
and wellness programs.

H.J. Heinz Company

H. J. Heinz Company offers employees and their families the opportunity to get and stay
healthy, beth physically and financially, through a variery of wellness programs, resources,
savings opportunities and support tools.

The company strives to mect the health care needs of its ethnically and geographically
diverse employces and their families through a culture of health that emphasizes healthier
lifestyles, diligent health care decision-making, and active participation in wellness programs.
These wellness initiatives are part of the company's commitment to offering comprehensive
benefits and enhancing the health of its nearly 10,000 U.S -based employees.
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Heing helps employees and their families take control of their health through free wellness
programs for all types of health care needs. Heinz also provides routine, on-site access to
health care for employees who may nor have the time or interest to remain healthy.

Lowe's Companies, Inc. -

Lowe's Life Track program is an employee-driven comprehensive health and wellness,
solutions-focused resources program strongly supported by company leadership and
funded by Lowe’s. The proactive program consists of elephonic, on-site, and web-based
initiatives focused on healthier lifestyles. Life Track includes a variety of annual wellness
campaigns including weighr management, physical activity, stress/depression management,
and back strength improvement, all based on aggregate data from the online health risk
assessment and health plan claims data. The program also offers tobacco cessation, work-
life services, financial services, disease management, pregnancy programs, on-site health
centers, dependent services, health fairs, one-on-one counseling, and flu prevention.

Employees are awarded Life Track Rewards points for participating in various wellness
initiatives throughout the year, and for taking preventive screenings and physical activity.
Through Life Track, employees are able ro develop the knowledge and maotivation they
need to lead happier, healthier lifestyles.

ijer

Meljer believes the health and well-being of its team members and their families ate an
integral part of the company's success. This belief is demonstrated with the combined
offering of Meijer’s company-wide health plan coverage and the Be Healthy wellness

program. The guiding mission is to support and empower team members and their
families to achieve a healthy life balance with a focus on mind, bady, spirit and heart.

Meijer

I'he Be Hm!rf';_y program strategy is driven by dcmugraphics, health assessments, claims
data and a wellness steering committee. Prevention and education are key elements of the
progeam. On-site health risk assessments and health screenings conducted by Meijer
pharmacists and technicians followed by immediate health consultations are offered
annually. Team members and their families are rewarded with wellness premium discounts
for participation in these services and for following a personalized wellness plan developed
with support from health coaches, physicians and online health education.
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Michelin North America

Choose Well — Live Well (CWLW) is Michelin's holistic, long-term strategy for changing
how the company and its employees approach health and health care. CWIW provides
each family with a health advocate to help employees navigate the health care sysrem and
improve efficiency through better coordination of care. CWZW shifis the primary focus of
health care from rrearmenr of illncss to wellness, prevention and quality of care. The
program integrates preventive care and consumer-driven medical plan design with healthy
food choices, health risk assessments, health coaching, welght management, condition/
disease management, case management, financial incentives, and enhanced employee
assistance program (EAP) services. CWLW is a far-reaching, highly integrared program
that uses behavior-based, marketing-style principles to encourage and empower employees
and covered family members to improve their heaith.

PRO Sports Club W& >

Recognizing thar employee health and wellness is essential o peak performance, PRO
Sports Club developed the PROHealth wellness program to promote a workplace culture
that encourages and supports employees’ commitment to personal health and teamwork,

PRO{ Ieaith emphasizes physical activity, health and nutrition education, and ream
building events to help employees achieve measurable health outcomes, with rewards for
participation. The PROHealth program includes an annual health check, on-line health
risk assessments, on-site health and fitness evaluations, confidential web-based tools for
tracking nutrition and exercise, monthly teambuilding events, educational seminars and
lunchtime runs or walks. By completing these tests, employees can earn points that are
redeemable for rewards. Additionally, PRO Sports Club provides employees with access to
its 20/20 Lifestyles weight management and metabolic disorder program, on-site medical
clinic, physical therapy, and discounted healthy meal options.
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Qwest Communications {Jwest

Created in 2003-2004, Steps ro @ Healthy Life, Qwest’s health and wellness program, helps
employees recognize their health risks and provides them resources to lead healthier lives.
Those resources include: an annual health assessment, a wellness website and newsletter,
on-site flu shots and biometric screcnings as well as the employee assistance, smoking
cessation and exercise programs. Through the program website, employees can learn more
abour healthy living, discases and treatment options. The site also provides personalized
programs to help employees and their family members manage weight, reduce stress, start
a fitness schedule and more,

The company has also partnered with the American Cancer Society to provide employces
with 2 smoking cessation program that offers 24-hour telephone counseling, nicotine
replacement parches, gum and lozenges.

Qwest's on-site flu shot and wellness screening program provides employees access to low-
cost {lu shots and free wellness screenings at Qwest buildings each fall,

ing rockivelf
Rockwell Collins collins
Rockwell Collins launched its wellness program in March 2007. The program goal is 1o
educate emplayees about their personal health status and the necessary preventive steps o
take for them ro herter manage their health risks.

In its initial year, the program included a personal health assessment, complimentary
annual on-site biometrics; online health portal; nurselines: company-wide health fitness
challenges; web-based healthy living programs; and disease management services.
Incentives were provided to employees and spouses for completing the personal health
assessment with required biomerrics so they would “Know their Numbers.” The incentive
was a medical premium reduction of $125 for the employee and for the spouse.

Rockwell added more wellness support services during the program’s second vear, such as:
improved medical and drug plan; 100% coverage for routine preventive physical exams;
nutritional counseling {(up to 5 visits/year) withour disease diagnosis; generic drugs ar 50%
copay of $5; increased tobaceo surcharge; discounted recreational club membership, and
tobacco cessation program.

Now in its third year, Rockwel} enhanced the program by expanding its weight

management discount program; developing an “Under 500 calories” menu options; and
improving its targeted tobacco cessation and health coaching programs.

Bes: Employers for Healthy Lifestyles Awards 2009




As part of a leading global healthcare company that discovers, develops, produces and
markets innovative therapies that enhance people’s lives, sanofi-aventis is committed to
improving the health of patients as well as the health of its ernployees. Qver the years,
sanofi-aventis has introduced many programs and resources that are designed ro help its
employees lead active, healthy lifesryles.

Offerings include ensite health management and fitness cenrters, group exercise activities,
massage and physical therapy services, health risk asscssments, a mammogram program,
counseling services, smoking cessation programs, an annual influenza vaccine campaign, and
healthy dining options. ‘I'he company also provides free health screenings for hone density,
blood pressure, lipid profile, skin cancer and prostate cancer. Additionally, the company
disttibutes a wide range of health informarion and education to its employees throughout
the year.

Target i
TP !
Target's vision is to make staying and getting healthy easier for all team members and their
families by offering wellness programs that focus on prevention. Team members have
access to a broad array of wellness rools and resoutces, some of which include:

* A 24/7 toll-free nurseline to help determine the appropriate level of care;

* A new Target health & wellness website thar provides tools such as online health
coaches, a personal health record, 2 health risk asscssment, and health-related
information from industry experts; and

* A varicty of other resources including an employee assistance program, on-site clinics,
fitness center membership discounts and reimbursement for Weight Watchers
programs.

In addition, Target has partnered with RedBrick Healrh to pilot a wellness program that
includes advocates who are available to assist team members with health-related questions.
"Targer provides cash incentives for eligible pilot program participants who complete
biometric screenings, health assessment questionnaires, preventive care visits and, if
necessary, recommended coaching programs.
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Texas Health Resources

The mission of Texas Health Resources is to improve the health of the people, including
1s employees in the communities it setrves. Prevention is the primary focus of Texas
Health’s wellness program with a philosophy that employees can positively impact their
health through awareness, education and interventions. The overarching goal of Texas
Health's wellness program is to identify and reduce medical and lifestyle risk factors that
tmpact its employees and drive up the company’s medical costs.

Through the wellness program, aggregate data is captured about employees and their
families thar are then used by Texas 1lealth in designing and improving program
compenents in the medical, pharmacy, disease management, employee assistance and life
coaching programs. In addition, the program offets a robust incentive plan further
encouraging participation.

The Children's Hospital @5« som io i i
of Philadelphia Rl

With the tagline "Your Life, Your Work, Your Well-Being," Children’s Hospital of
Philadelphia’s (CHOP) health and wellness program includes health risk assessments,
biometric screenings, targeted health interventions and inregration with benefit and
clinical programs. The program has strong participation and is available to over 9,000
CHOP employees. CHOP’s overall strategic objective is to create a culture of health
resulting in improved wellness and lifestyles for its employees.

‘The company's straregy involves a comprehensive health and wellness strategy, including
health and wellness coaches, health interventions and behavior improvement tools

designed to teach employees to make long-term healthy choices while reducing health care
costs for CHOPR

The Home Depot

‘The Home Depar’s mission is to provide quality benefit programs that support its
associates and their families' personal and financial health. With its theme of "Live Active,
Live Ilealthy, Live the Orange Life," the company is focused on creating an environment
of health status awareness and an "own your own health” mindset among its associates.
Atter years of moderately focusing on health improvement, the company abandoned its
“sick care” and purchasing efficiency strategy to embark on a health improvement
approach, urilizing the best partners with the best resources to put "healthy"” into its brand
new medical, dental and vision piam.
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In 2009, The Home Depot removed barriers to preventive care and is engaging its eligible
full-time associates in their health improvement journey through a dedicated nurse ream,
expanded disease management program, an integrated health assessment with a gencrous
credit, online Healthy Living programs, personal health record, and more. Of those enrolled
in the medical plan, over 90% have wmpleted the health assessment and just under 14,000
have started online Healthy Living programs as of the fourth quarter in 2008.

5
{ il i

Unilever's mission is to add Vizality to life lies at the heart of its business growth agenda,

and is also a crirical driver for helping Unilever win with its employees.

A

¥

Unilever

The UNICare Health Impravement program, which was implemenred in 2007 is one of
the many cmployee offerings that support the company’s Vitality mission. {JN/Care
Health Improvement is a oumprc}lt:nsivc: health care program that pruvidcs tools, resources
and incentives to help members take control of their health and health care decisions. This
approach to wellness promotes increased health awareness and risk-specific participation in
preventive care, health coaching and condition management.

Encouraging employees to live the company's Vitality mission firsthand ensures they can
come to work each day with the energy and well-being o contribute to Unilever’s success.

Watson Wyaltt Worldwide “f’

Watson Wyatt introduced its Living Well initiative in August 2006. This approach
encompasses a shift in Watson Wyatt’s health care strategy from that of managing illness
to strongly encouraging and supporting good health. Warson Wyatt believes thar the only
true way to control the rising cost of health care is to drive healthier outcomes. Individuals
must make their own healthy lifestyles a realiry bur Warson Wyart is commirted to
pmviding the suppuort, tools and resources individuals need.

The Living Well approach is about creating a supportive environment that drives good
health and the appropriate use of health care. The company offers extensive wellness and
health management programs, including financial incenrives for participating in wellness
activitics, free prevenrive care and biometric screenings, annual health risk assessment,
behavior modification programs, online seminars and more.
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Wm. Wrigley Jr. Company .. wigLsy i

Since its founding in 1891, the Wm. Wrigley Jr. Company has been committed to
promoting the health and well-being of its associates and their families. Relying on its rich
history of "doing well, by doing right,” this principle has been at the hearr of the
company's corc values. Many of the company’s programs have evolved to address specific
health challenges. These innovarions include: annual health risk assessments, on-site
physician access, a national "Know Your Numbers” campaign with free biometric
screenings, on-site and telephonic health coaching based on positive psychology, behavior
change strategies, comprchensive employee assistance program services and industry
leading dental, medical and pharmacy benefits.

Xcel Energy ' XcelCnergy

BEr BLRETR O M Magekoan

To encourage its more than 10,000 employees 1o maintain or improve their and their
families' health and become better health care consumers, Xcel Energy launched its Power
of You campaign in May 2007. As part of the campaign, the company published a serics
of articles about health care quality, cost and treaiment options and encouraged employees
to be more involved in making decisions with their health care providers. The campaign
alse prepared employces for a shift ro a high deduetible health plan with health savings
account (HDHP/HSA), The company successfully enrolled over 75% of cligible non-
union and vnion employees in the first year of the HDHP/HSA offering.

Xcel Energy also offers a robust wellness program that focuses on action-oriented activities
(mind, body & spirit) in addition to health improvement initiatives that include tobacco
cessation programs, health assessment tools supported by one-on-one coaching and a
disease management program, which provides support for employees with diaberes,
asthia, heart conditions, back pain, cancer depression and expectant mothers with a
healthy pregnancy program.
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Addressing Obesity in the Workplace:
The Role of Employers

LUANN HEINEN and HELEN DARLING

Natinnal Business Group on Health

Context: Employers have pursued many strategics over the years to contral
health care costs and improve care. Disappointed by efforts to manaye costs
through the use of insurance-related techniques (e.g., prior authorization, re-
stricted provider netwerks), employers have also begun tw try to manage bewdth
by addressing their employees’ key lilestyle risks. Redueing obesiry (along wich
tobaccu use and inactiviry) is a priority for employers seeking to lower the
tncidence and scverity of chronic Hlness and the associated demund for healch
services.

Methods: This article describes the emplayer’s perspective on the cost impact of
obesity, discusses current practices in employer-sponsored wellness and weight
matiagement programs, provides examples from U.S. companies illustrating
key poinrs of cmployers’ leverage and apporcunities, and suggests policy direc-
tions to suppore the expansion of employers’ initiatoves, especially for smaller
employers.

Findings: Researchers and policymalkers often averlook the extensive efiorts and
considerable impact of employcr-sponsored wellness and health improvement
programs. Greater focus on opportunicies in the workplace is merited, however,
for the evidence base supporting the economic and health impacts of cruployer-
spunscred health promotion and wellness is growing, although not as quickly
as the expericnce buse of large employers.

Conclusions: Public and private employers can serve their own economic
interests by addressing obesity. Health care organizacions, particularly hospitals,

A_ddre.r.r arrespondence to: LuAon |leinen, National Business Group on Health,
50 F Streer, N'W, Suire 600, Washingron, DO 20001 {(email: heinen@business
grouphealth.org).

The Milbank Quarterly, Vol. 87, No. 1, 2009 (pp. 101-122)
{&) 2009 Milbank Memarial Fund. Published by Wiley Penodicals Tuc.
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as well as public employers can be important role models. Policy developmert is
needed to accelerate change, especially for smaller employers (those with fewer
than 500 employces), which represent the majority of U.S. employcers and are
far less likely to offer health promotion programs.

Keywords: Obesity, employer health cosrts, health promoetion, wellness
programs.

ROM THE INCEPTION OF EMPLOYER-SPONSORED HEALTH

coverage in the 1930s and 1940s to the present, most cmployers

have offered and contribured to their employees’ health insur-
ance, as they recognize that health benefits are one of the top three
factors that prospective cmployees consider (National Business Group
on Health 2007). Besides being essential to recruitment and retention
in a competitive labor marker, robust health benefits are becoming in-
cteasingly costly to employers, and employees bear a significant share
of the burden: approximarely 20 percent of premiums and additional
cost sharing at the point of service (Kaiser Family Foundation/HRET
2008}

Despite many iterations of cost control scrategies over three decades,
combined in recent years with effores to improve the delivery system® and
a new emphasis on health care consumerism, health care costs continue
to plague the exccutive suite. Many exctutives now recognize that the
growing population of employees and dependents who are at serious risk
for illness and disability due to obesity will preclude any moderation of
costs or reduction in health care utilization.

Consequently, more employers are now raking a population health
management approach to employee and family health, Many companies
have introduced benefits and programs that are dircctly aimed at helping
employees “choose” healthful lifestyles, and some arc targeting spouses
and children as well. Employers” willingness to take on such personal
mateers continues to grow as the rrue costs of care artriburable to obesity
become cleater.

The average total medical spending for a U.S. family of four was
$15,609 in 2008 (Milliman 2008). This average, however, masks the
varying costs associated wich bady mass index (BMI); for example,
obese female employees have higher average medical expenditures of
berween $1,071 (BMT 30 ro 35) und $1,349 (BMI 35 w 40) than do
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normal weight female employees (Finkelstein, Fiebelkorn, and Wang
2003). In addidon, 27 percent of the growth of health spending be-
tween 1987 and 2001 was attriburtable o obesity (Thorpe et al. 2004),
and the total cost of obesity ta private employers is approximately $45
billion per year, in 2002 dollars (Finkelscein, Fiebelkorn, and Wang
2003). Health spending is an estimated 36 percent higher in obese
adules under age sixty-five (Sturm 2002) than in normal-weighe adulrs,
and most of this higher spending is attributable to creacment for di-
abetes, hyperlipidemia, and heart discasc (Thorpe er al. 2004). Em-
ployers thus have come to realize they will natr be able to conttol
medical claim costs il they do not seart changing the demand for care
driven by diabetes, heart discase, sleep apnea, depression, back and knee
problems, and many other health canditions caused ot exacerbated by
obesity.

Obesity also generates indirect coses for employets by increasing work-
crs” compensation claims and related lost wotkdays (Osbye, Dement, and
Krause 2007), absenteeism (Finkelstein, Fiebelkorn, and Wang 2005;
Ricei and Chee 2005), presenteeism (Ricci and Chee 2005), and dis-
ability in people aged fifty to sixty-nine (Sturm, Ringel, and Andreyeva
2004} Most employers do not routinely measure presenteeism (a sclf-
reported measure of diminished on-the-job work performance duc w
health or life problems), although acceptance of it as a concepr is grow-
ing (Hemp 2004). Bven without counting the cost of presenteeism,
however, productivity costs attributable to obesity are significant. In-
deed, analysts believe that the indirect costs of obesity may be greater
than che direct medical costs (Wolf and Colditz 1998).

In this article we describe the levers and strategies used by
cmployers—particularly large, private employers -—to help employees
and familics achieve and maintain healchier lifestyles. We also describe
programs and practices that are not yet common but should be consid-
vred in order to accelerate the progress in turning around the obesity
epidemic. Employers and employees fund healch care in the United
States by (1) paying claims (larger, self-insured employers) or insurance
premiums {smaller, fully insured employers) and (2) paying corporate
and individual raxes for Medicare and othet public programs. Employ-
ers and cmployees clearly have a common interest in che affordabilicy of
healch care and in addressing obesity as a key driver of health cost trends,
disease prevalence, disability, lost productivity, and reduced length and
qualicy of life.
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Most Americans between eighteen and sixty-five spend a substantial
portion of their days in the workplace ot connected to it. To reach nearly
150 million employed Americans (Bureau of Labor Statistics 2008) in
a cost-effective way, therefore, employers need to expand their support
of improving family health. Many observers predict that soon there will
be a new generation of health and wellness programming ar work thac
relies on u much grearer alignment of environmental facrors supporting
employces' healeh and productivity (Golaszewski, Allen, and lidington
2008). Environmental factors are designs to make healchful behaviors the
“default” aprion; examples include upen, ateracrive central sealrways (and
less prominent, slow-moving elevators) and cafés for employees stocked
with atrracrively displayed and priced salads and sandwiches (with grill
sclections eccupying less obvious and less atrractive space). Behavioral
ecanomists suggest that such “nudges” can he highly effective (Thaler
and Sunstein 2008). o any case, the workplace need not work against
a healthful lifestyle, as often occurs through inadvertent ot unconscious
policies and practices (e.g., fuod and beverage options at mectings and
in cafererias). Unfortunately, the acrual—and even greater potentiol—
impact of workplace culture, policies, and programs on {amily healrh is
generally not addressed by research and policy.

Imployers represcnt an ofren overlooked opportunity for advancing
workable solutions to combar obesity, While federal agencies such as
the Centers for Disease Control and Prevention (CDC) and the Maternal
and Child Heulth Bureau of the Health Resources and Services Admin-
istration (MCHB/HRSA} have encouraged workplace iniciarives, most
policymakers, rescarchers, and advocates are unaware of the significant
healch-improvement efforts being made in corporate and public sector
workplaces domestically and, increasingly, globally. *Tndustry™ has been
seen as part of the problem, but public health atrention should also
consider whae employers can contribute to improve the population’s
health.

Trends in Employer-Sponsored Wellness
and Weight Management Initiatives

A recent survey of more than 450 large employers (National Busi-
ness Group on Healrh and Watsen Wyatt 2008) idenrified “employees’
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poor health habits” as the numbet one challenge named by employ-
ers as they try to maintain affordable benelit coverage, The same sur-
vey locked ac employer programs and strategies of response during
the three-year period from 2006 to 2008, Ranking number one and
number three, respectively, were health risk appraisals (offered by 83
percent of respondents, an 18 percentage point increase in three years}
und weight management programs to reduce obesity among employ-
ees (74 percent of respondents, a 15 percentage point increase). Based
on survey data, observed growth in vendors and suppliers of so-called
corporate wellness programs, and employers’ testimony, a tipping point
may have been reached chat leading companies now have, or believe they
should have, wellness programs, including a focus on employees’ weight
managernent,

In striking contrast to these trends for large employers, only a few
small U.S. employers have adopred comprehensive health promorion
or weight management programs. In fact, the most recent Narional
Wotksite Health Promotion Survey resules suggest a decline in offer-
ings by employers with fewer than 750 employees berween 1999 and
2004 (Linnan et al. 2008). The same survey repurts thar only 21 per-
cent of this nationally representative sample of cmployers offers weight
management programs. Reported barriers included a lack of employee
interest, lack of resources, and lack of management support. Because
small businesses (fewer than 500 employees) employ 50 percent of the
private-scetor workforce, chis survey provides an important, albeit sober-
ing, perspuctive on the typical American worksire,

Fortune 500 companies face fewer barriers and practice population
health management to a far greater extent than ever before, with large
employers offering a wide range of options to help employees reduce and
manage such personal health risk factors as obesity, along with physical
inactivity and tobacco use {Heinen 2006; Heinen, McCaliscer, and Cox
2005). The first step is identifying the population’s health risks using
a healrh risk appraisal {HRA) and/or claims data analysis, after which
companies should work with internal stakeholders and cxcernal support
(health plans, vendors, consulrants) to develop a plan to address the
principal risk factors. Obesity and averweight are at or near the top of
almost any company prioricy list, with the possible exception of newer
companies with relatively young workforces (e.g., Google, where the
average age of employees is about thirty-one).
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‘The main points of leverage or oppottunity for employer impace are
as follows:

Y. Healih benefit devign and incentives thal encourage healthy bebavior,
such as lower premiums for employees who complete both the
HRA and a reccommended health-coaching activity, reimburse-
ment for consuleations with a registered dietician, and cash or
points as a reward for regular physical activity.

2. Environmental support for bealthy lifestyles, including, for example,
healthful on-site dining, catering, and vending; open stairwells,
walking paths, and signage marking distances and/or encourag-
ing physical activity; break rooms with stretching aids; and free
fiteered warer.

3. Culture of bealth at work and activation of social networks to fos-
ter positive change using visible leadership participation; scrong
(usnally branded)’ communicarions about health and wellness
program offerings; site, team, and/or individual competition to
promore engagement; health champions (peer lcaders); affinicy
groups; and/ot ocher serategies using the social environment at
the workplace 10 prumarte health.

4. Communiry and family connections o reach family members, includ-
ing children, through employee education and rargered commu-
nications; healthy dinners-to-go oflered in the employees’ calé,
family and/or community access to company fitness facilities; and
corporate support of physical educution in, for example, schools,
playgrounds, and patks.

Next we describe corporate examples, in each instance highlighting only
some aspeces of these four comprehensive programs (rable 1).4 All pro-
grams have been in place five or more years and usc all four of the preced-
ing levers. In addition, these programs harness the particular advantages
of their own worksites (e.g., health professionals on staff or available
space for fitness activities) and, conversely, are able to overcome the
particular challenges they may face {e.g., manufacturing environment,
limited lnternet access, multiple locations, 24/7 shifts, high turnover,
or high numbers of part-time wotkers). The examples represent 4 range
of induscries: electric and nacural gas utility, food manufacturing, healch
care delivery, and scmiconducror technology.



107

Addressing Obesity in the Workplace

spiasplIos sionposd
3TU02122][3 JEIISTIPUT PUE ISTUNSUOD

SUOTIIIUTIOD 10} $31F0T0UI3] IDLONPUCIILIIS XL e
Lprurer pue L3runwuron Aqafeapy aary Jo rmaremuew pue Jadofaa3g  anQios ‘SIUIUTLIISU] SEXAL,
SIMATAS [I[RI IO
Pue “3JED JLumy ‘SI111{13E] IUIIEA T ‘S219e0) 2307
Yireay Ppue dsanFerp yusnedino ‘sierrdsoy ‘BprIo]q yinog
Jo aami[no peuonezioefiy  ASmMUBAPY SSAU[aM L QaTa wRIsAS apey agosduon]  Qo0‘TT ijeay siadeg
U3]£) DT pUE “SULTE] UBIPEISE)
‘assa7801q ‘sowraayy) “aepdog
sa[A15aJ1] AyaTesy ‘B30T, “IUEIL) UFEI) SPO[IUL SPURIG NW ‘stfodesuunyg
10§ yoddns (pustugonawy nox e, thuedios pooy safier g s priog 00D LT STTI [BIAUAD
pue[Fug M3aN] UT 53153 T0Mm
(9 Uetd arowr puE [N PUE “YRA[
SIATINANUT IS SIteay 1.0 UT SI2W0IEHD W7 TR 2101 10 ‘paopIely
yaim $3133uaq Iatsuayaaduwa’ 2TRMVT[ Y Kran asaldre] s pueldug 9N Q00°Q ‘S31|11[] 1SEIION
paagdiyfiy mwrerdoig uondross saadordury OHAvedwoy
aateag Ly SSIT]TAM, 10 13quIniy

saIn1ea 433 pue swesforg ssauay, patosvodg-ralopduy
TITdVL



To8 L. Heinen and Fl. Darling

Northeast Utilities (NU): Sharing
Responsibility for Employee and
Family Health

A philosophy of “shared responsibility” between NU and the primary
users of health care (employees and families) guides the development of
company-offered progeams.

The WellAware program was introduced in 1994 based on a review
of madifiable health claims, and it continues to evolve. Emplayees and
their spouses or partners ate eligible for an annual §175 cash incentive
($350 per family) for completing Well Aware.

To earn rhe incentive in 2008, individuals had to participate in a four-
step program: (1) take the HRA {composed of 2 questionnaire about
health risks and biomertric data, along with specific queseions about
NTJ employees’ needs and satisfaction with wellness programming);
(2) complere and document a weight management or healchy eating
program; (3) participate in ac least vnc health education program, for
example, “Liquid Calories” or “New American Place for Breakfast”; and
(4} demonstrate at least cwelve consecurive weeks of physical activity
during the program year. A minimum of thitty continuous minutes
of cardiovascular exercise is required, three days per week, for at least
twelve weeks. The company allows a wide variety of physical activities
in an effort to reward and reinforce the adoption and maintenance of
healthy habits racher than specify parricular interventions. To preserve
individual preference and choice, physical acrivity may be decumented
in one of the following several ways:

Motivational fitness programs: NU offers cheme-based programs
throughout the year, {or example, “Peak Fitness,” which calls on partic-
ipants to “climb” twelve of the world's largest peaks by convetting their
exelcise minutes to feet.

Fitness center or group exercise class: Actendance at classes can fulfill
the twelve-week requirement.

Home exercise [og: The log is available on paper or electronically as
an option {or those who wish to engage in a variety of exercise activities.

Pedometer walking program: Documentacion of steps walked {goal
is 10,000 steps most days of the week), walking routes, and milcage are
offered at some work locations.

Northeast Utilities also provides on-site, online, and telephonic nurri-
tion counseling to participants in the Well Aware program, The company
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believes that the inceatives and benctits it offers employees and spouses
justify the cost based on its analysis of medical claims and changes in
health risk levels for WellAware participants.

Reported Results

A twelve-week on-site weight management program earolled 918 em-
ployees, of whom 332 completed a postprogram survey. The total self-
reported weight loss was 2,465 pounds, or an average of seven pounds
per respondent, with a range berween zero and forty pounds.

General Mills: Building a Supportive
Work Environment

Vision: A General Mills employee has an active lifestyle and a healthy
weight, does not smoke, and has normal cholesterol and blood pressure
levels.

The company's goal is to create a work culture and environmenr that
hest support its employces in making good decisions abourt their health
and well-being,

In 2004, in-housc staff develaped the (General Mills Health Num-
ber screening tool, which is a personalized, “live” version of an HRA
offered 10 ull employees. ITes purpose is to identify employees’ health
risks, motivate healthy lifestyle changes, and make health and wellness
resources readily available ro employees. In an on-site “health fair” en-
vironment, employees are asked a series of questions abourt ren lifestyle
factors. They self-report their physical activity, tobacco use, nurtition,
seat belt use, alcohwol use, and seress level, and health professionals mea-
sure the employees’ blood pressure, cholesterol, BMI, and fasting blood
sugar. Employees reeeive a Health Number between zero (high health
risk) and 100 (lower healeh risk). Those in need of personal coaching are
directed 0 local resources (such as clinics, therapists, and specialists) or
the Mayo Clinic’s Health Information website and/or on-site personal
health coaching (via telephone) for one-on-onc counseling on tohacco
cessation, weight management, stress, and exercise.

Key aspects of the corporate headquarters environment are the
following:

Healthful on-site dining, with the healthiest selections labeled at each
srarion; healthy “grab and go” choices; a daily "smaller portion, smaller
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price, smaller you” oprion, allowing employees o purchase a teduced
portion of an entrée and vegetable side at a reduced price.

No cundy or high-calorie impulse purchases ar the checkout and
receipts can be obrained that have tetal calorics, saturared fat, and sali
printed on the receipr,

A free bottle of water with the purchase of a designated “value-added
meal” (2 healthy entrée); after purchasing six healrhy entrées on a punch
card, the seventh is free.

In newly built buildings, attractive, open stairwells with changing
visual stimulation (works from the corporare art collection have been
hung in stairwells at various cimes).

Actractive walking paths between buildings (in addition to shurtle
buses).

On-site fitness centers.

Regular campaigns and communicatiens en nutrition, weight man-
agement, and physical activity, including sndividual employees’ success
stories.

Health professionals on-site who serve as champions lor healthy
lifesryles and make themselves available for questions and consuleation
on healeh and behavior chunge.

Tobacco-free campus.

These environmental atcributes reinforce che Total You wellness
progeam messages and fucilitate the achievement and maintenance of
healthy behaviors at work (Okie 2007).

Reported Results

A national sales meecing weight loss competition is held cach yearamong
regions, generating much interest from this goal- and performance-
oriented group of individuals. Berween 2003 and 2007, the percentage
change in employees with a BMI greater than or equal to 30 fell from
23 percent in 2005 to 12 percent in 2007 and 6 percent in 2008, Those
with two or morce health risks declined from 68 percent to 29 percent
from 2005 to 2008.

Baptist 11ealth South Florida: Board and
Management Leading a Culrure of Health

Vision: Baptist Heulth South Florida will have che heulchicst workforce
in America.
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This nonprofit hospital system's Wellness Advaneage program, begun
in 2001, cnjoys hoard and management support. According to an annual
review of performance by the system’s “wellness stakeholders,” the pro-
grarn improves every year, The free Health Check (HRA plus biomecric
screening) is offered ewice a year. All employees are asked to participate
annually and in rerurn receive a $10,000 “survivor’s benefit” (akin to
life insurance). All employees also receive a small gift on their program
anniversary to remind them to update (their HRA. Employees with risk
factors are encouraged to draw up personal action plans and to work with
an employce wellness educator chroughout the year. Seevices provided
free of charge may include a registered dictician, exercise physiologist,
or smoking cessation facilitator.

Weight Watchers at Work is available to all employees, with mect-
ings held at {ive sites (employees may also attend community ses-
stons). Baptist Health offers reimbursement up to $500 per year for
employees who reach and maintain their goal weight. A pediarric
weight loss program supervised by an affiliated pediatrician who is
board-certified in weight loss was begun in 2008. This nine-month
program is offered ac a $500 discount to those children of Baptist
Health employees wha reach their goal weight and maintain it for three
mouths,

Management's support is evident in the many creative activities spoti-
sorcd by Wellness Advantage, for example:

“Take the Srairs Day” promoted by all-emplovee emails in May
(National Fitness Month), with gym bags placed randomly in staicwells
for employees to find (and keep).

On-site fitness facilities and negotiared discouncs at more than fifty
local gyms.

At the on-site locations, the fitness centet’s open houses twice a year
offer healthy snacks, exercise demonstrations, free blood pressure and
body composition screenings, uud drawings fot prizes for an annual 5K
run open to all employees, medical seaff, friends, and family, in which
more than 1,700 people participated in 2007.

A free video library that checks our hundreds of exercise DVDs and
videns to employees each year.

Wellness Advantage meals in on-site cafés that are reviewed by
a dierician to meet criteria (fat, calories, and sodium) and sell for
the subsidized price of $3 (including a botele of Baptist Health
spriug watcr). Cafereria receipts list the calories for all purchased
items.
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Entertaining ten~-minute “strerch breaks” at employees” educational
events led by employee fitness coordinarors to music like “Start Me Up”
(Rolling Stones).

Perhaps moust compelling as a statement of culture is the organiza-
tion’s practice of asking all new hires to meet with a Wellness Advan-
tage represcntative as part of their employee orientation, marking their
health as a Baptist Health priority. The Gallup Organization’s annual
survey of Baptist Health employees recently reported thar 89 percent
agreed or strongly agreed with the statement that they had “participared
in one or more programs sponsored by Wellness Advantage” during
2007.

Reported Results

An unalysis of medical claims data for a group of 324 continuous partici-
pauts in Wellness Advaneage (2004-2007) showed a 40 percenc drap in
their medical costs, compared with these of nonparticipants {a savings
of more than $1 million), despite a greater number of outpatient visits
and better compliance with medications.

Texas Instcruments (T1): Connecting with
Families

TT has a long history of encouraging its cmployees to embrace a healthy
lifestyle through its Live Healthy program. Spouses, as key decision
makers, and children, as imporwunt beneficiaries, are also included.

Texas Instruments has taken several steps to reach its employees’
families:

E-health portal with health care tools and resources (healthy recipes,
menus, food log, nutritien games, etc.) are available online to all family
members.

Omne hundred percenc of employecs and families ace reached through
targered home mailings. For example, the quarterly Connect newspaper,
sent to all TT employees’ homes, {eatures a Live Healthy section wich
program checklists, tip sheets, and calendar informarion.

On-site child care is provided at its fitness centers to make it easier
for employees wich young children to exercise.
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Subsidized membership is offered at on-site fitness centers that are
open to all family members.

Taking advantage of a key resource—a combined 133,000 square
feet of space in irs three fitness centers—T1 has developed a range of
programs and activities to attract employees’ families. For example,
week-long day camps offered during summer and school vacations help
working parents.

TT's Teen Camp is appropriatce for ages eleven to fifteen. The program
incroduces adolescents toa variery of wellness activities, including firness
and nuccition ¢lasses led by certified instructors; field trips to indoot
rock climbing, bowling, and laser-tag facilities; and active compurer
and gaming system programs such as Nintendo Wii.

TI Kids Camp for ages six to ten encourages a healthy lifestyle and
provides a well-rounded recreation experience for students, Accivities
include American Red Cross swimming lessons, sports, fitness classes,
arts and crafts, and weekly [ield trips.

In addition, the company offers swimming classes, swim teams, soc-
cer clinics, tennis lessons and “fit kids” group classes to teach fieness
and nutrition basics. Junior fitness membert cectification is available to
younger members (0 learn abour personal fitness routines and the safe
and proper use of (itness cquipment.

1T's family outreach refleces an understanding of the importance of the
family unit to employces’ health and fitness and may lay che important
groundwork for young people to develop positive fitness habits.

Reporied Results

An analysis of employees who completed the HRA in both 2006 and
2007 found thar che distribution of risks had changed. The percentagc
of the popularion at low risk (zero to vne risk factor) rose slightly from
17 to 18 percent, the medium-risk group {two to three risk factors} grew
from 43 ro 46 petcent, and the high-risk group (more than four risk
factors) dropped from 40 ¢o 35 percenit of the population.

Documenting Effectiveness

It is difficule €o conduct rescarch in wotksites for a varicty of reasons, not
least of which is employers’ reluctance to accommodate its requirements.
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Human resource departments tend not ro have a budget for research,
nor are they willing to spend the needed time or other resources {e.g.,
IT support} o evaluate programs. Their measutes of success are usually
very different from those of academic researchers, and even effecrive
programs may be eliminated when there is a downeurn in the firm's
revenucs or market capitalization. This clearly limits the volume and
types of research that can be conducred and slows the development of
an cvidence base that is compelling to academicians and policymakets,
(Employers themselves do not require the same level of evidence for
decision-making purposes.)

Based on a review of qualifying scudies, the CDC's Guide re Commu-
nity Preventrve Servives does “recommend worksite programs combining
nutrition and physical activity ta conteol overweighe and ohesicy” (CLIC
2003). These programs were found to be effective in helping employees
lose weighe and maintain the Ioss in che short term {approximately six
months). Of the seven studics that qualified for review and informed this
recommendation, six were published between 1984 and 1989, and the
seventh, in 1995, With nucable exceptions,® the worksiee is generally
not a hothed of research activity.

The Narional Instituces of Health (NIH) bave invested significant
resources in understanding che effecriveness of worksire-based weight
control programs, with scven randomized crials under way as part of
the NHLBI Obesity Educarion Iniriative {Pratt et al. 2007). One of the
trials examines LightenUp at the Dow Chemical Company, a compre-
hensive, evidence-based approach using a series of well-communicared
environmental interventions supported by site-level leaders and cham-
pions (Wilson et al, 2007). The results of these studies, to be published
beginning in 2009, will contribure ro the evidence base for supporting
{or nor supporting) the types of activities just described.

Large employets are increasingly becoming convinced of the value
of wellness programs based on their own internal review of IIRA and
claims data, combined with analyses of wellaess program participation
and performance. A few companies have recently published program
resulrs, such as the IBM Corporation, which has cvalvared ies physi-
cal acrivity incentive and its Internet-based weight management 1nter-
vention. The company showed a marked increase in physical activity
when a cash incentive was used (Herman et al. 2006). Parricipants in
the Interner-based weight management program reported earing more
fruits and vegetables and fewer “junk foods™ and showinyg improved
BM] levels compared with those of nonparticipants (Petersen ct al.
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2008). Additional companies have reported program resules on their
applications for recognition to programs such as the C. Everert Koop
Nacional Healeh Awards (www.licalchprojece.stanford.edu) or the Na-
tional Business Group on Health's Best Employers for Healthy Lifeseyles
awards (www.businessgrouphealth.org). Nemonstration of the program’s
impact is required for both awards.

Role Madels Needed

Although perhaps one hundred or more very large employers have sub-
stantial wellness programs aflccting a few million employees, and some
small and midsized employers are following suit, many others have been
slow to react. Cerrain employers have the visibility to be role models
and to influence the climate for change. In purticular, sealth core orga-
nizations and pwblic empleyers should model best pracrices in suppore of
cmployees’ heaich. All health care companies and delivery organications
should adopt wellness programs and policies. Hospirals, especially, are
houses of healing open to the community aud shauld serve as exam-
ples by offering healthful dining, vending, and tobacco-free campuses.
Inseead, hospital beds are disproportionately filled with obese paticnts
because of their health problems. Furthermore, the combination of unfit
workers caring for obese parients leads to occupacional injuries among
health care workers and ambulance personnel.

Public employers, including state offices, federal buildings, counry
faciliries, and school districts, all should demanstrare their commitment
o healthy employees and a health-promoting work environment, State
employees’ wellness programs are becoming more common (Naticnal
Conference of State Legislarures 2008). For instance, Delaware has
lannched DelaWELL, vne of the most comprehensive offerings by any
stare. Another twelve states have some type of wellness program available
to employees, and NCSL repores that King County (Seattle) is projecting
that health care costs will fall by as much as $40 million between 2007
and 2009 owing to wellness initiatives.

What All Employers Can Do

Employers, both public and private, can establish their own policies and
practices designed to support healthy weighe and healthy lifestyles. They
can lead, communicate, and, in a variety of ways, fucilitate a culture of
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health at work., Many of these steps do not require tiew expenditures,
and a few should even save money (e.g., reducing the volume of food
available at worksite or off-site events). Other chanuges are a matter of
creatively reallocating cxisting resources and benefits and ensuting chat
various health plans, suppliers, and veadors provide a well-coordinated
set of services 1o employees.

Employers typically work with a number of health plans and insur-
ance carriers providing many different programs {e.g., disease or care
management, healthy pregnancy, healeh information, personal health
records, behavioral health/employee assistance program [EAP], tebacco
cessation), and “missed opportunities” for intervention, referral, and
parient suppert abound. For cxample, if a thirty-five-year-old obese em-
ployee has an injury or illness for which a disability claim is filed, the
disahility case manager could refer the patient to a weight management
program or coaching service, perhaps offered by a different enticy un-
der contract to the employer, rather than process the claim narrowly
around predicted disability days. The accident or illness could be seen
as a “teachable moment” [or an ubesity-related intervention, cven with-
our a primary diagnosis of obesity. The case manager could also engage
the EAP, primary physician, and available worksite resources. Alchough
this type of coordinated response is not commonplace now, it could
beeome the norm. Pregnancy is a common occurrence in working pop-
ulations and offers another occasion for a healthy weight intervenrion.
Programs offered by health plans and others contracted o employers
could also communicate to employces {long hefore pregnancy) zbout
the serious problems of obesity and pregnancy and promote evidence-
based approaches to healthy maternal and child weight, including
breast-feeding.

Just as employers no longer condone or mzke it easier for employees
to smoke or drink on the job or at work-related evenrs, they should
not enable che excessive consumption ol high-calorie foods and bev-
erages. Employces have considerable control uver the wotk environ-
ment and can relacively easily make small buc conscious decisions to
change their employces’ habits and behaviors. Tradicionally, consump-
tion patterns have bren seen as driven mainly by individual choices,
and maintaining health is regarded as a matter of personal control
and responsibility. However, research over the lust ten years has iden-
tified environmental factors that foster the overconsumption of food.
A recent study by the Rand Corporation concluded that “eating is



Addrersing Obeisty in the Workplace 117

influenced more by environmental factors thaa persunal choice” (Cohen
and Farley 2007). Researchers have learned that people ear more when
they are in a group, frequently concinuing to eat as long as there is
food in frunr of chem and significantly increasing their consumption
based on cues ranging from the size of the serving bowl to a vari-
ety of fvod rypes offered to descriprive language on menus (Wansink
20006).

Employers can avoid encouraging employees o overconsume, as
when unhealthful foods are readily available through cafeterius and
vending machines and ac meetings. Because employers provide cafe-
teria and vending space and faciliries, as well as fund catered mcals
for meetings, conferences, and employee eveuts, they are in an cx-
cellent position to apply nurritional standards, As a martter of corpo-
rate policy, company-paid catering, boxed Iunches, and off-site evenrs
could meer specified nutritional requirements. Corporate break rooms
need not become reposicorics for unused Halloween candy and holiday
leftovers.

Employers could also notify suppliers and vendors chat chey will audir
cafeterias and vending machines. Companies also could reward suppli-
ers who internalize the wellness message and scek to market and profie
from healthful choices and smaller portions rather than from calocically
dense, supersized “value” meals. Employers’ subsidies of cafeteria offer-
ings could be limited to only the most nutrient-rich and least densely
caloric foods.

In choosing and managing faciiities, employers should consider where
they place parking spaces, how safe and attractive they make stairs, ways
to build more physical activity into the workday, what stretching or
other equipment is placed in break rooms, and whether space for showers
und lockers are included—from the perspective of reducing obesiry and
improving physical activity.

Employers chat question the cost impact of obesity or need further
justification for these steps can calculate their own cost of obesity using a
public domain tool developed by RTT International with primary fund-
ing from the CDC and addirional support [rom the National Business
Group on Health (RTI Incernarional 2007). The obesity cost calcularor
uses inpurs supplied by the employer combined with national data to
estimate employer-specific costs. Employers that discover what they arc
already paying are likely to be more willing w tuke action to combut
obesity in the future.
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Public Policy Steps

Policymakers could support worksite weight management programs by
changing the tax code so that the expense of an employer-sponsored
weight management or fitness program is not considered income 1o the
employee. Cureent law provides chat health insurance benefits and on-
site fieness and recreation facilities ate not subject to raxation. However,
employers’ contributions to employees’ use of off-site fitness {aciliries
ate taxable to the employee and not tax deductible to the employer. Cur-
rent tax law distinguishes berween weight munagement programs for
employees identified as obese, which are tax favored (wich a physician’s
note “prescribing” a weight reduction program), and weight manage-
ment programs for those who have no diagnosis of obesity, which are
not tax favored, This poses obstacles for worksite weight management
programs—faor example, an employer cannot easily subsidize Weighe
Warchers on-site (with favorable tax treatment) for employecs, since
only those medically diagnnsed as obese would qualify. [n addition, em-
ployees are not able to use theit own health spending accounts for fitness
and weight menagement programs withour a diagnosis of obesity.

Because managing weight and maintalning fitness are lifclong chal-
lenges for most pevple—and prevention of overweighe and obesity is
vastly preferred 1o treatmenr—policies supporting the maintenance of
healchy weight seem sensible. With the hours spent at work and avail-
able social supports, the worksite is a goud locacion for fitness rourines
and weight management programs. Changing the tax code to allow
emplayers to provide broader fitness and weighr management benefics
fur employees and dependents in che same rax-favored way as orher
cmployee benefits is an impottant policy upportunity.

In addicicn, Senator Tom Harkin’s proposed Healthy Workforce Bill
of 2007 would provide financial incentives for employers to adopt health
promotion programs. This may be attractive to small and midsized em-
ployers chat could benefit from the financial incentive.® Large employers
could also benefit but are wary of regulatory oversight und specification
of qualified heulth promotion programs.

More generally, policymakers can begin to view their proposed policies
and programs through rhe lens of “obesity impact.” Just as an environ-
mental assessment is often part of laws and regularions at the state and
federal level for new cnergy projects, an obusity impact assessment could
be required as part of federal (or state) funding for new programs and
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projects. This would focus rhe attencion of lawmakers and organizarions
sceking federal funding on the problem.

Governors and legislatars should examine what is happening in cheir
states and calculate the hidden costs of obesity to business and rtax-
payers. The short- and long-term effects of increased medical claim
custs, disabilities, and lost productivity on the stare's health and wealth
will prove to be significant. Two excellent examples are from Califor-
niz (California Depuartment of ealcth Services 2005) and Texas (Tewas
Comptroller of Public Accounts 2007). When people cannot work, they
do not pay taxes o suppore needed programs and may need public assis-
rance. Public officials may not be looking for new crises (0 address, but
this one is alreacy here and 1ts total impact will be far worse if we delay
acrion.

Obesity must be framed as a societal threar to our common purpose.
Every employer and policymaker must underseand that they (we) are
alrcady paying for the medical claim costs and lost productivity coses of
serious overweighe and obesity. Thus it is directly in their (our) {inancial
interest to take strong stands on improving the healeh of employeus and
families.

Endnotes

1. Employers, for example, led the movenenr to establish uniform, standardized measures for
health plans kirwn as HEDIS (Healthcare Effetivencss Data and Informanon Sexh.

2 Erie Schmide, Google, Loz, ac NASA's Filveth Anniversary Leceure seres, Available ac
www.google.com/press/pod inm/pdfi20080117_Eric _Schmude. NASA pdf.

3. Hranded communications Lie rhe wellness program 1o a corporace identity, symbol, ur produce,
for exemple, Well ac Dell, Uninn Pacific Health Tracks, and General Mills Total You.

4. Infurmacion adapted from applications submitted to the Narional Business Group on Health
{MBGH) for the 2008 Best Employers for Healthy Lifestyles nward, NBGH has given {43
awards {Plurinum, Gold, and Silver tevels combinedy in four years (2005-2008) to eighey-thres
unduplicersd U 8 corporats applicans.

5. Exceprions melude the work of Robew Jeffery of the Universicy nf Minnesota, Ron Goeteel
of Tmory Dniversicy, Wayne Burton of JPMorgan Chase, Dee Edingeon of che University of
Michigan, and Ron Kessler of Harvard Usniversicy

6 The lizalcthy Workforce Act proposes a tas tredit for 50 percent of tle cost of a qualified
employer health pramonion program up to 3200 per employce for the first 200 employces and
$100 per employee for the rematning employees. Employers wich existing programs can reccive
che ax credit for up to tuee vesrs, and those wlo du nur have programs can recewve che tax
credit for up to ten years.
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